This study aimed to identify the "The Impact of organizational culture on the adoption of e-management" in the Public Authority for Applied Education and training (PAAET).The researcher used the descriptive analytical method, and collected primary data by a questionnaire, A (350) questionnaire distributed to employees dealing with the e-management in (PAAET), the Response was (300) , and after examining the questionnaires (20) were excluded because of giving non-fulfillment of the conditions required to answer.
organizational expectations, and organizational regulatory norms present in the activation of the application of electronic governance in PAAET.
The Public Authority for Applied Education and Training (PAAET), an institution in Kuwait offering tertiary education, is gaining a lot interest in electronic management lately. It is slowly adopting the style in its management system. It has five colleges in the applied education sector while its training sector comprises of twelve institutes and centers (Ali, 2013) .
PAAET recently adopted the electronic management system and has focused more on electronic document and records. With the current culture existing in the PAAET, questions have arisen regarding how the cultures will aid in the application of electronic management.
Research Rationale
The application of e-management in institutions in Kuwait has proven that e-management is the best style of management so far due to its advantages in institutions. Those which have applied e-management have seen great improvement in their management systems and their profit margins. These kinds of institutions are far ahead of those firms which have decided to ignore the technology. According to earlier researches, e-management application in a firm comes with many advantages over other systems. The future image of Kuwait is expected to flourish if institutions in Kuwait continue to adopt the new and efficient style of management (Al-Madhaf, 2012 ).
Institutional culture is effective when it comes to development. Rigid cultures are destructive to an institution. Organizational cultures should change to suit the changes in the growing world. That is how some countries like America have achieved their success.
The author makes the following consideration when choosing to study the impact of organizational culture on the adoption of e-management in the PAAET in Kuwait: Public Authority for Applied Education and Training does not run with the rigid form of culture as most of institutions in Kuwait. Their organizational culture is flexible and can easily adapt to global changes. PAAET has already started to apply e-management in their management system. The Public Authority for Applied Education and Training has a lot of employees from foreign countries who have affected the former culture in PAAET.
The PAAET is one of the few educational institutions in Kuwait. It is an institution of applied education and training so it is a very important institution in Kuwait regarding practical education. Its growth would mean the growth of Kuwait at large. This would increase the number of students helped by the institution to work after school in Kuwait.
An intensive literature review on the earlier studies about e-management and organizational culture will guide the evaluation of the best variable affecting the activation of application of electronic management in the PAAET.
Research Aim and Objectives
This research aims at analyzing the positive role of organizational culture in the adoption of e-management in Public Authority of Applied Education and Training in Kuwait.
The key objectives of the study include:  To identify the nature of organizational culture prevailing in the PAAET.  To identify the level of application of electronic management in the PAAET.  To identify the most important variable influencing the organization positively towards the adoption of the e-management  To provide recommendation to help senior management to enhance in the best way possible and the organization culture variables that help the application of electronic management in an effective and influential way.
Hypothesis of the Study
The study seeks to validate the following Hypothesis:
First hypothesis: There is a statistically significant relationship at the level of significance (0.05) between organizational values in firms and adoption of the e-management.
Second hypothesis: There is a statistically significant relationship at the level of significance (0.05) between organizational beliefs in organizations and adoption of the e-management
Third hypothesis: There is a statistically significant relationship at the level of significance (0.05) between www.ccsenet.org/ijbm
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Fourth hypothesis: There is a statistically significant relationship at the level of significance (0.05) between organizational norms in organizations and adoption of the e-management.
Literature Review
The literature review was gathered by evaluating previous researches on the application of electronic management, and the importance of culture in management. This will provide a theoretical understanding of the topic and provide a base for further research.
Little time has passed and in that moment, the world has seen mysterious development and renovation in information technology and communication. The application of this technology in business has turned modern management completely different from what was believed to be the reality of management in the past few years. The differences are evident in the changes that modern e-management has introduced. Business organisations all over the world which have adopted this style of management have experienced drastic changes in their structures, transactions and their standard of performance. In addition, this wonderful style of management has raised the efficiency of many organisations. Time, space, access to fast services, integrity and transparency are not a problem with the modern style (Hall, 2003) .
The use of internet and business networks in the completion of planning, organising, leading, and surveying functions in schools and in many institutions is simply what is meant by electronic management. This style of completing an organisation's management functions is the latest. The completion of business aspects such as production, marketing, finance, personnel, development of processes and products through mail is what is meant by electronic management in companies (Kim, 2006) . It requires change in style of the functioning of an organisation and the change in culture to facilitate changing market conditions, change in government policies, new technologies and other factors. An organisational culture poses a threat to the changes. However, organisational culture can also be advantageous in the application of e-management. Managing organisational culture is critical for bringing organisational values, beliefs, regulatory norms and organisational expectations to life, supporting the implementation of its strategies, promoting adaptation, goal attainment and sustainability (Cooke, 2002) . Organisation culture is referred to us the behaviours that contribute to unique social and psychological environment of an organisation (organisational culture, 2012). It includes the organisation's expectations, experiences, philosophy, and values that holds it together. It is expressed in its inner workings, its self-image, interaction with the outside world, and future expectations. It is based on shared attitudes, custom and norms, beliefs and values (Cooke, 2002) .
From what we have learned above, culture is an important aspect in guiding the behaviours of employees. It also assists in maintaining the identity group, cohesion of members and the survival of the respective group. It defines how things are going to be done in different situations in a whole organisation through a set of rules and regulations. It allows an active participation of all employees as a team and safeguards their interests (their family concerns, common values and goals) (Strategic Leadership and Decision Making, 2012) . We can conclude then that organizational culture is vital in the determination of organisational success. According to Adeyoyin (2006) , organisational culture plays an important role in the application and spreading of electronic management in an organisation.
Variables of the Study
Variables of the study are divided into independent and dependent variables. Dependent variables rely on other variables for change and existence. The dependent variable in this study is e-management. It relies on organizational culture. Independent variables exist and change all by themselves. This study's independent variable is the organizational culture which includes the following elements: organizational beliefs, organizational values, regulatory norms and regulatory expectations.
Organizational culture has an important influence on the behavior of individuals within the culture, even given their own unique situations and characteristics. Any attack on or resistance to the organization's cultural elements will face rejection. Consequently, organizational culture plays a significant role in resistance when individuals change from one setting to another within the organization. Culture works to both expand the horizons and frame the perceptions of individuals working within its environment. That is, the culture of the organization forms a frame of reference for the individual's interpretation of events and activities. Moreover, it helps to predict the behavior of individuals and groups. In general, when an individual is facing a particular situation or problem, he or she will act according to his or her culture; it is difficult to predict a person's behavior without any knowledge of the person's culture (Assaf, 2003, p. 124) . The significance of organizational culture is that it provides a framework for organizing and directing organizational behavior, in the sense that the organizational culture affects employees and the behavior required of them within the organization. It is therefore concluded that organizational culture is characterized by a number of qualities which are shared among employees, can be learned, and can be passed on to new employees. It is important to recognize that no organization's culture is exactly like the culture of another, even if they are operating in the same sector. Every organization's culture develops along many different dimensions. For example, organizations differ with respect to the age of the organization; patterns of contacts; work systems and procedures; the process of the exercise of power; leadership style; and values and beliefs. If an organization wants to protect its culture, it constantly strives to attract employees who are compatible with its values, beliefs, and philosophy.
Al-Assaf reports a set of characteristics of organizational culture, including: 1) It helps to define standards of behavior and ensure compliance with company policies and values. With respect to the interaction between members of the organization, the culture imposes common standards of language (terms and phrases); behavior and conduct in terms of respect, actions, and the amount of work and needed to be done (do not work very much, not too little); and core values expected from employees, such as high quality, low rate of absenteeism, and compliance with regulations and instructions.
2) It provides a set of rules or instructions that vary in severity from one organization to another. The individual is expected to work in the organization according to these rules.
3) It helps to establish a "regulatory environment," that is, a set of properties that characterize the internal environment of the organization, affecting employees' values, attitudes, and perceptions, and providing a high degree of stability. These properties include a range of characteristics such as organizational structure, type of leadership, policies, procedures, laws and patterns, and contact. A strong organizational culture is critical to the effectiveness of the organizational sub-unit. A strong culture does not allow multiple disparate subcultures to develop, because these subcultures may not cooperate with each other, leading to organizational conflicts and decreasing organizational efficiency and performance. Martin & Martol has confirmed that organizational culture has a positive impact on the organization, organizational behavior and organizational effectiveness when it is commonly and firmly established among employees (Assaf, 2003 , p. 127 ).
Independent Variables
Organizational beliefs. This is the shared ideas about the nature of work and social life in the working environment in business or any other institution. It includes the following: importance of employees working in a team and importance of active decision making towards achievement of the organization goals (Steen, 2013) . The alignment of organization beliefs gives a path to the firm and has important implication for incentives and coordination (Steen, 2011) .
Organizational values.
'Organizational values are underlying and the relatively stable dispositions which people use to guide their actions and decisions and to help them make judgment about what is right or wrong,' (Hyde, 2000) . It normally determines 'compliance with legislation, employment, customer service, receiving gifts from suppliers and customers, rewarding customers, employees privacy and integrity, discrimination at work place and quality of service and products, ' (Organizational Values and Standards, 2012) .
Organizational norms. These are the standards set in an organization for every employee to adhere to. For example, standards such as not being away from the workplace for more than 6 hours.. Regulatory norms are essential for governing, defining and facilitating coordinated resource sharing and problem sharing in an organization (Kollingbaum, 2007) .
Organizational expectations. This is an unwritten set of expectations on an individual or an organization. They are based on the image of an organization, the earlier performance, the size of the organization and the advantages of the organization's access (Knezvic, 2004) .
use of internet/intranet and file exchange to complete management functions (Crowley, 2008) .
To add e-management involves the integration of data and information through information science technology. It is a flexible means of management because the data and information can be revised any time. It is tied together with modernization and civilization so it can be characterized as an efficient style of management (Srinivasan, 2001 ).
From the above, it can be concluded that e-management is a way that modern leaders are using intensive information technologies through integrated electronic systems based on information science to improve on the management functions through conversion of manual task power to digital task power which saves on power, expenses and time.
Electronic Management Tools:
The electronic management activities use four management tools, the computer hardware, computer software, communication networks and the knowledge makers.  Computer hardware: It is the mechanical part of the computer networks and accessories.
 Computer software: it is the invisible and the untouchable part installed in the computer hardware. It is divided into system software's for example network management, and OS and software applications such as e-mail, web browsers, electronic scale etc.  Communication networks: These are the transmitters of information for example extranet, intranet and internet.  Knowledge-makers: These are the information technology literate leaders, managers and analysts of cognitive resources and actually the capital to install the IT technologies in a firm.
Electronic Management Features:
The feature of electronic management possesses the following characteristics:  Wide scope interactions: It provides a potential smooth interaction and work anytime and anywhere with employees and/or customers.  Real time interaction and clock: it operates with no time limit. The internet operates twenty four-seven to provide a real time interaction between employees and/or customers who may be in the organisation or anywhere else.  Resource and teleworks: Institutions with internet is no longer interested in the border that separatesmaterial and human resources from others and consequently, the feature core business is to work without limits. The default activity is part of the institution's ability although teleworkers are partof the strength of the institution's work if they provide their services outside.
Advantages of E-management: According to Joshi (2012) , e-management has the following advantages:  Speed: The improved information technology makes communication faster and speedier. Internet, cell phones, computers and phones reduce the time taken in communication.

Cost reduction: The cost of communication with IT is so cheap. The cost of sending a business mail is so little compared to a letter.  Transparency: New technologies have made businesses to be more transparent than the future. They post all information about them and the public gets to learn about them.  Accountability: Once a business process is made transparent, the business is automatically made accountable. It gains the trust of the customers.  In addition, Alshehli (2013) says that e-management does not adhere to time and place. An employee can handle management issues even when away from the organization. Alshehli says that e-management allows flexibility. Management plans can be changed any time there is need as opposed to earlier signing of documents.
Previous Studies
According to a research done by O'Donnell and Boyle (2008), they explain that culture is important and public service managers should consider this in carrying out operations. The two said that there is a definite link between culture change and performance in an organisation. Companies undergoing a significant transformation or introducing major reforms change their culture traits to suit the transformation or the reform. To support this, they gave an example where people lost trust in Canadian public service because their culture change was influenced by corruption.
International Journal of Business and Management Vol. 9, No. 9; According to Porta-Roth (2006) , records and management system has moved to the top of every corporation's shortlist. There has been an explosive growth of electronic records and document management. In view of this trend, companies are assessing their documents and record management systems and found that: electronic documents and record management system is the only viable way to gain control over the number of records that are already existing and those that are created daily; record management can no longer be done in the older fashion; and the centralised back-office activity managed by a small group of small professional records and documents managers and clerks (Porta-Roth, 2006).
Porta-Roth Associates further gives the importance of integrating the electronic management system in the management of records and documents in any organisation. The company highlighted that e-management of documents and records bring administration and management of the system at central points. A headquarter of a branched organisation can assess documents and records of the branches easily which ensures ease of deployment. Record management is concentrated on literate and knowledgeable workers. They require minimal training and are flexible and adapts quickly to changes in user population. Accommodates new document technologies and documentation types; for example, text messaging, IM, and other emerging technologies. Lastly, the e-management document and record management system ensures document/record authenticity through its capability in sharing and transferring audit trail data.
Wilson (2012) addressed the realities of e-management through an in-depth research. In his research, he focused mostly on internet in business. Speed of coping with growth of internet and electronic technology in business application has been causing much difference between established companies. Some business organisations are posing a great threat to some other business organisations due to the skill gaps of their workers (Wilson, 2012) .
Wilson explains e-mails as not so different from memos. Electronic invoice looks much like an on-screen version of its paper predecessor. He states that the internet is a new way of communication, a new channel of distribution, a market place, an information system, a tool for manufacturing goods and services. It makes a big difference in a range of activities which managers do every day (Wilson, 2012) . Wilson points that the changes the internet brings in the business are simply more passive and varied than anything that goes before its introduction. Nearly every business management activity requires handling information in some form; a business plan, an instruction from senior managers to lower employees, a set of accounts, and general communication in the business firm. The introduction of internet and the improved technology in business makes this operation cheap, efficient and accurate.
Kuwait represents a collective culture as opposed to American and European countries which holds individualism. As described by Al Hunaiyyan (2008) , collective cultures are interdependent and mainly focus on group identity, self-restraint and hierarchical control. This collective culture is less flexible to change. This collective culture collides indirectly with emerging trends and the growth in technology. The technology growth has to match with their culture so that they can welcome it.
Difference of the Study from Previous Studies
So many studies have been done on e-management and organizational culture as well as the advantages of e-management, application of e-management, etc. However, none of such studies have fully covered how organizational culture affects the activation of the application of e-management. This study focuses on the individual aspects of organizational culture. Earlier studies are more centred on organizational culture in general rather than its different aspects and features. This study seeks to know the difference in level of effects which different aspects of organisational culture pose to the activation of the application of e-management.
Research Methodology
Qualitative methods are used to analyze the data in this study .
The study will use qualitative methods to analyze the data collected. Quantitative method depended in numbers. This method assumes that reality is objective and hence uses cause and effects to test theories. Qualitative method on the other hand is more descriptive (Leech, 2012) . The qualitative method emphasizes on understanding the complexity of interrelated and/or changing phenomena (Sofaer, 2009 ).
Analysis of the most important variable is more empirical and thus analyzed through qualitative method while evaluating the relationship between the organization culture and the adaption of the e-business in the PAAET.
Sample
As the research aims at exploring the organization culture and it effect in adaption e-business at Public authority of applied education and training, a relative large sample size is recommended. A larger sample size is, the more www.ccsenet.org/ijbm
International Journal of Business and Management Vol. 9, No. 9; representative it can be, thus, the more reliable result is (Saunders et al., 2009, p. 219) . Nevertheless, the sample size depends on researchers' available resources including time, finance and human (Saunders et al., 2009, p. 212) . Questionnaires were delivered directly to employees in the PAAET. A sample of 350 employees was selected randomly which is represented 20 percent of the mature society. From 350 questionnaires were sent to individual. 300 responses in complete forms were returned and 20 responses were eliminated and 280 respond ware use for this study .the response rate of 80 %, a moderate high rate for a postal questionnaire survey.
Instrument
The 5-point Likert scale, which are rating scale widely used for asking respondents' opinions and attitudes (Fisher, 2010, p. 214) , is utilized to ask the individual auditors to evaluate the degrees of their agreement with the cause of conflict in the Public authority of applied education and training. The 5 points in the scale are respectively from 1 to 5: highly disagree, disagree, Neutral, agree, highly agree.
Data for this study was primary collected through a survey in form of a questionnaire. Primary data refers todata, which is collected for a specific purpose and which is required in order to complement secondary data(Wiedersheim-Paul & Eriksson, 1997). Self-completion questionnaire seems to be one of the most commonmethods of quantitative researches. With a self-completion questionnaire, respondents answer questions bycompleting the questionnaire themselves. This method is chosen for some reasons. The first reason is that as theresearch questions are defined clearly, questionnaire is the best choice to have standardized data, which is easilyto process, and analyze. Especially, as no interviewers are present when the questionnaires are completing, theresults may not be affected by the interviewers (Zikmund, 2012) . Moreover, it is cheaper thanother methods (Zikmund, 2012) . Furthermore, this method helps to save time (Zikmund, 2012) so hundreds questionnaires can be sent out in one batch. As the respondents are auditors, they may not have much time for interviews, thus, questionnaires may make them feel more comfortable because they can do it whenever they have free time. Questionnaires also are more convenient for respondents in case they need to provide some sensitive information, in other words; they tend to be more honest than in an interview (Zikmund, 2012).
Data Analysis Method
In this research, the collected data were processed and analyzed using SPSS software. At first, the data were cleaned by removing questionnaires with poor quality data, including too many missing values or bias ratings. Then, statistical techniques included the Sign test and Cronbach's Alpha test. The reliability of each construct and its specific dimensions was appraised using Cronbach's a coefficients (Luu, 2010; Luu, 2012a) .
Results

Validity
To establish the content validity of this instrument, the questionnaire was reviewed by ten experts who conducted an expert validity survey. After this review, invalid items were revised according to their comments and suggestions.
Reliability
Cronbach's alpha coefficient of reliability was calculated for the whole scale and for each dimension. The internal consistency estimate (alpha coefficient) of the total scale was .957, and the alpha coefficients for the dimensions ranged from .809 to .835 (Table 1 ). This demonstrates that the scale has strong internal consistency. According to Nunnally's (1978) 
Analysis of the Statements of the First Part: Demographic Characteristics
The following are the results of the statistical analysis of the demographic characteristics of the study sample. The distribution of respondents by gender table 2 shows that 65% of the study sample are male and that 35% are "female". This result reflects the high participation of women in the workforce over the past decade.
Distribution by age:
Shows that 27% of the sample were "less than 30 years", 36% ranged in age from "30 to less than 40 years", 22% "from 40 to less than 50 years" and 15% were of "50 years and more", indicating the diversity of members in the study. It is noted that 85% of the community study less than 50 years, which means that they are young and strong and capable of giving and being tender.
Distribution according to social status: Shows that 60.7% of the sample were "married", 30.3% "single", 5.4% "divorced", and 3.6% were "widower". This is reflected in the nature of the society, where individuals have the financial stability to seek marriage and stability. In turn, this result gives a positive sign because the majority of the sample study have stable social and psychological aspects.
Distribution by number of years' service: Shows that 28.6% have "less than 5 years", 32.1% range "from 5 years to less than 10 years", 21.4% "of 10 years to less than 15 years", and 17.9% have more than "15 years" service.
Analysis Using Arithmetic Averages and Test Signals
Analysis of the Second Part: Organizational Culture
After reviewing Table 3 , the arithmetic mean of the first distinction organizational values equal to 3.275, and the arithmetic average relative to all the statements of the field is equal to 62.54 %. Moreover, the value of the test signal being 3.25 and p-value (Sig.) equal to 0.007 means that the organizational values are statistically significant at the level of significance α = 0.05. The average degree of response to this section differs substantially from the approved medium degree 3, which means that there is a medium degree of approval by the members of the sample in the paragraphs of this section. There is an understanding in the work environment to the behaviours and attitudes supporting the e-business environment to an appropriate degree. In his study, Okasha (2008) highlights that workers must concern the accepted values that lead to an increased level of administrative efficiency.
After reviewing Table 4 , the arithmetic mean of the second distinction beliefs regulatory is equal to 3.785. The arithmetic average relative to all the paragraphs of an area equal is 72.054 %. The value of the test signal 12.813
International Journal of Business and Management Vol. 9, No. 9; and p-value (Sig.) are equal to 0.000. This considers the field of beliefs regulatory statistically significant at the level of significance α = 0.05. The average degree of response to this -the area being materially different from the degree of approval medium 3 (neutral) -means that there is a medium degree of approval by the members of the sample on the statements of this area. There are common ideas about the nature of work and social life in the work environment and how to complete such work and organizational tasks. In line with Okasha study (2008), which showed the presence of employee beliefs that job satisfaction contributes to the achievement of the tasks and duties of quality and efficiency, there is a belief in the importance of the development of working relationships between departments and various circles to embody the spirit of cooperation and integration while performing job tasks.
After reviewing Table 5 (see Appendix 1) the arithmetic mean is equal to 3.4234 and the arithmetic average relative to all the statements of the field is equal to 67.54 %. The value of the test signal was 6.54 and p-value (Sig.) equal to 0.000, as that is the area of customs regulatory statistically significant at the level of significance α = 0.05. The average score on the response to this area is fundamentally different (degree approval medium 3 is neutral) and there is a fair degree of approval by the members of the sample. The employees are committed to the work environment standards and the norms fit the work environment to an acceptable degree, but still require development.
After reviewing Table 6 (see Appendix 1), the arithmetic mean is equal to 3.6223 and the arithmetic average relative to all the statements of the field is equal to 70.65 %. The value of the test signal is 11.89 and p-value (Sig.) equal to 0.000, as that is the area of expected regulatory function statistically significant at the level of significance α = 0.05. The average degree of response in this area is materially different from the degree of approval medium (neutral). There is a fair degree of approval by the members of the sample in the paragraphs of this section. The expectations by the staff of the organization and what the organization expects of employees in the work environment is acceptable, but also requires development and is consistent with Okasha's (2008) study. That the workers who make the necessary effort in order to achieve expect the company, as well as the management of the company, to strive to meet the expectations of the company's employee bonuses, incentives and rewards.
In general, the arithmetic mean is equal to 3.5264. The arithmetic average relative to all the statements of all distinctions is equal to 68.196 %, and the value of the test signal is 8.6232 and p-value (Sig.) equal to 0.000. Therefore, organizational culture is statistically significant at the level of significance α = 0.05. The average score response differs substantially from the approved medium degree 3 (neutral), which means there is a medium degree of approval by the members of the sample on the statements in this area. The organization's culture has a role in the work environment, which is adhered to by the staff at the Public Authority of Applied Education and Training in Kuwait. The importance of senior management to encourage employees to participate in panel discussions and express their opinion on the values, beliefs, customs and expectations were prevailing within the institute to develop in a way that fits the work environment. To be disseminated to electronically, both permanently and continuously in the form of sentences, statements will reflect the organizational culture of the department and remind individuals.
Analysis of the Paragraphs of the Third Part: Activating the Application of E-Management in the Work Environment
After reviewing Table 7 (see Appendix 1), the arithmetic mean for this distinction is equal to 3.4871, the arithmetic average relative to all the paragraphs of the field is equal to 68.99 %, and the value of the test signal is 7.98 and p-value (Sig.) equal to 0.000. For this, e-management activation is statistically significant at the level of significance α = 0.05. The average score on the response to this section differs substantially from the approved medium degree (neutral) and there is a fair degree of approval by the members of the sample. Senior management is working on adoption of the e-management in the work environment within the administrative body to an acceptable degree, but this requires development. This result is consistent with the results of the following studies, where senior management teams work on adopting e-management in an environment of administrative work:
-AL-Muqaira (2010) calls to amend administrative regulations and make them more flexible in line with the requirements of the application of e-governance.
-Al-Qahtani (2010) calls for the provision of human and material resources for implementation.
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Test Hypotheses of the Study
First hypothesis: There is a statistically significant relationship between organizational values and adoption of the e-management.
Spearman correlation coefficient was used to test the relationship between the paragraphs of the first domain "organizational values" and the paragraphs of Part III "adoption of the e-management". In order to test this hypothesis the results were as follows. Table 8 shows that the correlation coefficient between organizational values and activation of the application of e-management is equal to 0.701, and the p-value (Sig.) equal to 0.001, which is less than the significance level α = 0.05. This indicates the presence of positive correlation and statistically significant differences between organizational values and adoption of the e-management.
Second hypothesis:
There is a statistically significant relationship between organizational beliefs and adoption of the e-management..
This hypothesis tested the relationship between the paragraphs of the second area "organizational beliefs" and the paragraphs of Part III "adoption of the e-management". Table 9 shows that the correlation coefficient between organizational beliefs and adoption of the e-managementis equal to 0.611 and p-value (Sig) equal to 0.000, which is less than the significance level α = 0.05. This indicates the existence of positive correlation differences between organizational beliefs and adoption of the e-management.
Third hypothesis:
There is a statistically significant relationship between organizational norms and adoption of the e-management.
This hypothesis tested the relationship between the paragraphs of the third area " organizational norms " and the paragraphs of Part III " adoption of the e-management". Table 10 shows that the correlation coefficient between organizational norms and adoption of the e-management is equal to 0.780 and p-value (Sig.) equal to 0.000, which is less than the significance level α = 0.05. This indicates the presence of positive correlation that there are statistically significant differences between norms organizational norms and adoption of the e-management.
Fourth hypothesis:
There is a statistically significant relationship between organizational expectations and adoption of the e-management.
This hypothesis tested the relationship between the paragraphs of the fourth area " organizational expectations " and the paragraphs of Part III "to adoption of the e-management". Table 11 shows that the correlation coefficient between the organizational expectations and adoption of the e-management is equal to 0.801 and p-value (Sig.) equal to 0.000, which is less than the significance level α = 0.05. This indicates the presence of positive correlation statistically significant differences between organizational expectations and adoption of the e-management.
Discussion
Based on the field study conducted by a researcher on the role of organizational culture in the activation of the application of e-management, among the staff of the Public Authority for Applied Education and Training, the following conclusions were reached:
1) There is a statistically significant relationship between organizational values and adoption of the e-management, and the direct correlation of this relationship. This relationship is due to organizational values prevailing in the body:  Works to guide the behaviour of staff to interact with e-business systems.
 Encourage employees to develop new ideas to fit the work environment.
 Determine staff outlines of their activities and their daily practices.
 The expansion of employee participation in management decision-making related to their work.
 Provide an environment where employees share information and technological knowledge needed to increase their technical skills within the work environment of e-management.
2) There is a statistically significant relationship between organizational beliefs and adoption of the e-management. This relationship was a direct correlation and based on the outcomes which highlight that this relationship is due to the belief that the prevailing regulatory body:  That qualified staff carry out their jobs themselves, indicating their understanding of the requirements of their jobs, and the perception that they are able to do so in the electronic business environment. Pushing for the strengthening of function points and delegated administrative powers necessary to convert them into points and strong functional elements.  Staff feeling that their traditional administrative paperwork has been transformed into an electronic business system, which enhances their convictions to move to the way business is conducted electronically.  The existence of the convictions of the need for the administration to develop a website and expand the adoption of the attic in communicating with students, and to enable staff to access the environment through portals. This works to abolish the barriers of space and time in the interaction with students and staff.  Staff believe the emergence of a particular language within the work environment, including electronic exchange in its vocabulary to express the work they do. This increases interactions with the business and enhances individuals' sense of privacy and their functional environment differentiating them from others.  Feeling that the staff may overcome the social phenomenon of lazing through the dependence of some of their colleagues to accomplish their work assigned to them. Therefore, each employee will receive a user name and password to reach his own environment.
3) There is a statistically significant relationship between organizational norms and adoption of the e-management, and the direct correlation of this relationship based on what can be stated bring the conclusion that this relationship is due to the prevailing regulatory norms in the authority:  Support the staff and encourage them to adapt to the technological developments that have been developed in their work environment, which helps to speed their integration into the e-business environment.  Encourage the most experienced staff to supervise less experienced colleagues and follow up and guide them down to their stage of development, as part of a work environment ever-evolving electronic imposed on dealers with time of development and progress, and learning to absorb all new individuals.  Support increased cooperation between staff in order to create an environment conducive to the growth of teams that are committed to achieving the goals, which works to increase the effectiveness of e-management.  Encourage managers to take notice of simplifying and facilitating the procedures of administrative work, avoid the complexities and cons of the system bureaucrats, and to overcome them through an e-working style.  Work through the administration to pay attention to encouraging the best practices of electronic dissemination among employees and among them as a model in the completion of their work.
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International Journal of Business and Management Vol. 9, No. 9; 4) There is a statistically significant relationship between organizational expectations and adoption of the e-management, and the direct correlation of this relationship. Based on what can be stated, the conclusion is that this relationship is due to expectations that the prevailing regulatory body will:  Encourage employees to take the initiative to self-enrol in courses of technological training in their desire to accommodate the technical and technological developments related to their work.  Create a reluctance among employees not to respond to work email outside working hours, where an electronic work environment is related to the period of work or place of work.  Push the administration to enable staff to complete and accomplish their jobs electronically from outside the workplace and allow them access to their electronic environment through the Internet.  Encourage the administration to enable employees to be responsible for the delivery of a currency in the form of an integrated process and not just part of it, and therefore achievement is actively linked to the others but its activity is just.  Reinforce the feeling and employee awareness of the breadth of coverage and the extent to which the duties of his or her job after the shift to e-work style.  Improve the feeling of staff within the e-business environment, management's assessment of the fairness of their performance, and increase their ability to rule on the exact size and level of achievement of their careers. The way business is conducted electronically documents where everything is at any one time.  Help the administration provide services across the biggest web pages and provide more information needed by the body, whether dealing with students or employees.  Attention given to administrative procedures, study and work on simplifying the work environment to activate the e-management. Also, attention given to the definition of employee problems and challenges faced by the body, and push them to form creative solutions to enable them to deal with them in innovative ways.
Recommendations of the Study
The recommendations can be summarized and emphasized by the researcher as follows:  That the Ministry's website represents the identity of the body and its mission and strategy, as well as its activities and services, and is more than just an electronic interface.  Sort integrated team skills to manage the Ministry's website under the supervision of senior management.
 Encourage individuals with the Commission on the possession of an official email and Review Commission through its website, with explanatory annotations to provide educational guidance on how to use the site.  Follow the needs of staff and students and increase electronic channels via the website, which allows access to information and responds to needs and enables them to manage them.  Maintain the continued development of the e-work programme with support from senior management and the development of special forms of action.  Encourage employees to apply for management proposals for the development of an e-work programme and put forward ideas for a new business with complete freedom to take advantage of the expertise of faculty members.  Ensure the free movement of information and knowledge, and participation among employees.
Proposals for Future Studies 
The role of planning in mail management decision-making in contemporary organizations.

The requirements and constraints of the success of the electronic control system.  The effectiveness of the electronic control system in the evaluation of the performance of employees.
The role of knowledge management in the activation of the application of e-governance.
The impact of e-governance on the development of organizational structures in public institutions.
